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The study wa to assess the effectiveness of electronic human resource management system in governing human resource in Musoma Municipal Council. Specifically the study addressed the following three research objectives. The study employed a case study research design to answer the above research questions. The sample of the study consisted of forty respondents selected purposively from the MMC. Questionare, interview, observation and documentary review were used to correct data. Data were analysed by SPSS software; descriptive statistics and also the use of relevant frequency, tables and percentages while the qualitative data were coded, transcribe, categorised and summarised into relevant emerging themes in relation to the research questions. The findings shows the technical infrastructure of EHRM system in MMC such as computer, electricity power and network supply was not at satisfactory level to carry human resource function; insufficient availability of IT trained personnel in MMC has influence on the effective use of EHRM, Poor infrastructure brought challenges to system users. It was recommende that; the government has the role of creating environments where the effectiveness of the Electronic Human Resource Management System is enhanced, Provision of ongoing training to the users of the system and effective utilization of the system, accuracy in codification of data, adequate IT consultancy and availability of suitable working facilities such as updated computers, sufficient internet connections, and stand by generators.
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The chapter presents various steps that were adopted in the study. This chapter is divided into the following sections. Section one presents background to the study; section two presents statement of the research problem; section three presents objective of the study which includes general and specific research objectives; section four presents the research questions also it includes general and specific research questions; section five presents relevance of the research and  last section presents organization of the research proposal.

1.1 Background of the Study
Electronic Human Resource Management Systems is a system used to acquire, store, manipulate, analyze, retrieve, and distribute information regarding an organization’s human resources (Kavangh, 1990). The E-HRM is not simply computer hardware and associated HR-related software; it also includes people, forms, policies and procedures, and data. The development on improvement of Technological and electronic instruments dominance on phenomena world, and other sciences such as management in which the awareness of the current employees is more than those of the past. 

Technology has imparted employees and organizational structure has changed since the E-HRM concept entered the field of human resources. This type of management is suitable for human resource professionals to create promoted functions of HRM in many organizations. All functions of HRM and related organizational activities, including finance, business and personal activities in addition to saving resources, through a web-based system have been assisted by EHRM (Kariznoee et al, 2012). Recently, E-HRM has been studied increasingly by many scholars.

Several definitions of E-HRM exist in the academic literature. According to Strohmeier and Ruël and colleagues.  Ruël, Bondarouk and Looise proposed defined EHRM as a way of implementing HRM strategies, policies and practices in organizations through the conscious and direct support of and the full use of channels based on web technology (Fisher, 2010). Also Ruël, Magalhaes, and Chiemeke (2011) furthermore the argued that the terms like E-HRM, web based HRM, and information technology (IT)-based HRM are considered as developments of HRIS.  According to Stone and Dulebohn (2013), HRIS became known as E-HRM because organizations enabled human resource transactions through the Internet. In additional, E-HRM is the application of information technology which deals with planning, implementation for both networking and supporting at least two individual or collective actors in their shared performance of HR activities. This concept highlights several crucial aspects of E-HRM (Strohmeier, 2007).

The application of E-HRM in business helps the organizations to acquire, develop, and deploy the intellectual capital. E-HRM is a good way of implementing HR strategies, policies, and practises HR functions in organizations through a continuous and direct support by full use of web-based-technology channels and networks (Swaroop, 2012). Many organizations believes that E-HRM has a superiority if incorporated in HR functions and practices. Some scholars have attempted to come out with a definition of E-HRM of which they define as a conceptual umbrella to the complete approach for “doing HRM”. This definition has traditionally touched upon the implementation and structuring process of technology driven HR transformations and the consequence of these organizing activities in creating HR network structures throughout the organization (Strohmeier, 2007), Although Boundarouk and Ruël (2009) continue this discussion arguing the need to find a consensus in a definition covering the integration of HRM and IT, focusing also on targeted employees and managers, often being the value creating consumers of web-based technologies

The use of the system stated since World War II when Human Resource professionals called "personnel" staff by then performed basic employee record keeping as a service function with limited interaction on core business mission (Erin, 2005). After the war  (1945-1960) the world experienced scarce resources and labours which leads to a great impact on the development of the personnel functions. Organizations recognized that in order for firm to continue making profit then the issue of employees, productivity and motivation has to be taken seriously since they plays a significant roles for organizational development. They emphasized that workers should be motivated both money and psychological factors.

In ealry 1960 many organization started using Electronic Human Resource Management System, by starting separating data of human resources from payroll system. When e-HRM incorporated in managerial activities it plays a vital role in the management of human resources such as training and development, rewards, managing diversity, recruitment and selection, appraisal performance management, HR planning, knowledge management, expenses (Kavanagh, 1990).
Before the application of technology in HR, personnel information was documented in paper and compiled in files which were kept by the registry clerk. This brought many challenges and in the sense of retrieving the files, updating them and tracing the files movement from one department to another. Also the risk of files destruction which would lead to loss of information was too high in case of fire accidents, water cause decay of paper or ink be erased leading to loss of information (Erin, 2005).

After twenty years (1960 to 1980) Human Resource was integrated into the core functions, governmental and regulatory reporting requirements for employees also increased significantly. During this time the use of computers in many organization spread in USA as it was regarded a technological solution mainly was used as it was purposely in record keeping. The Cost-Effectiveness Era in 1980-1990 found Many multinational firms started increasing their focus on minimization of cost through application of computer software. In order to improve effectiveness and efficiencies in the production of unique services to the customers, it was learned that the incorporation of technology will  reduce production cost and it was  becoming cheaper and more powerful  when pleasure arise especially to the HR departments (Eloísa, 2009).  

From 1990 to date was the Technological innovation period where by surfacing of Strategic HRM started. This evidenced because of the economic panorama in 1990s, with increasing globalization, technological advance mainly Internet-enabled Web services, and hyper competition as many Business process started imitative  such as reducing the number of employees, change in management, reducing bureaucracy of organizational structures, autonomous work teams, and outsourcing (Eloísa, 2009). At this time computer programs and software were developed such as IHRIS and Lawson for storing and tracking information. Currently the e-HRM is used by organizations in HR management; still it is faced with a challenge of successful Human Resource Management (Mloka, 2009).

Like other developing countries in the world, Tanzania’s government recognized the importance of ICT for making service delivery prompt and effective and introduced ICT in different public offices (URT, 2013). Various initiatives like formulation of policies and strategies were introduced and implemented by the government to enable effective services delivery through the ICT. Also e-HRM was first initiated in 1995. It formed a component of the Public Service Reform Program then called the Civil Service Reform Program. From the start, it was intended that personnel records would be managed as part of the system. The Government of Tanzania committed itself of using ICT/ e-Government as a tool for socio-economic growth in the public and private sectors.  Furthermore, in the Tanzania Development Vision 2025, the e-government implementation initiative was cited as one of the objectives of the national development vision 2025,

The introduction of National Information and Communications Technologies Policy in March 2003 was a major start journey to e-Government. The ICT policy focused in facilitating the public’s relationship and interactions with the Government of Tanzania. Also to link accurate and timely information generated through e-Government with the Government’s ability to shape policies, strategic plans and tactical decisions for developing and enhancing the delivery of affordable public services (URT, 2O14). 
 The government of Tanzania developed five years e-Government strategy charts a development path over a five-year period as stated below: By 2011 to improve human resource capacity for e-Government, including executive management, ICT governance and technical expertise. By 2012 to develop an e-Government institutional framework, in stages; increase e-Government awareness, including developing an e-Government plan, conducting Government leadership and introducing national e-Government awards. By 2013 to develop a government-wide electronic infrastructure, including a secured government-wide network and data centre, implement government-wide shared systems with common support systems including the  Electronic Human Resource  Management System, the Service Complaint Case Management System, a government-wide secured e-mail system, a Government intranet and a document registry and workflow management system .By 2014 to implement E-Service Flagship Projects by 2014, including implementing business licensing, e-procurement, land information, national vital registration and national identification systems(URT, 2O14).    

Also the government of Tanzania established an e-government strategy in 2012, committed in implementing e-governance across the country, among other things. Various efforts were adopted to deploy e-governance initiatives in Tanzania,  ranging from the reform of internal government process, provision of simple government information to offering of transactional services for the general public (e- government strategy, 2012)

In light of these strategies put forward by the government of Tanzania therefore; the researcher was interested to assess effectiveness of electronic human resource management system in governing human resource in Musoma Municipal Council. Furthermore the driving force towards the conducting of this study was to find out factors and challenges of effectiveness electronic human resource management system in Musoma Municipal Council.

1.2 Statement of the Problem 
EHRM is seen as offering the potential to improve services to HR department clients, improve efficiency and cost effectiveness (​https:​/​​/​en.wikipedia.org​/​wiki​/​Cost-effectiveness" \o "Cost-effectiveness​) within the HR department, and allows HR to become a strategic partner in achieving organizational goals (Mgaya, 1994). With the increasing effect of globalization and technology, organizations have started to use EHRM systems in various functions and departments (Reddick, 2009). In Kenya APHIA II (2014) conducted a study on The Effectiveness of EHRM Systems on Health Sector, the study revealed that; system was very effective in promotion of employees, salary management, registers of  health facilities and training of health workers.





To assess the effectiveness of EHRMS in governing HR in MMC

1.3.2 Specific Objectives
i.	To identify the factors that leads to effectiveness of EHRMS in governing HR in MMC.
ii.	To analyse the predetermined benefits of  EHRMS  in governing HR in MMC. 
iii.	To identify challenges facing employees  in using EHRMS in governing HR in MMC.

1.4 Research Questions
i.	What are the factors that leads to effective EHRMS in governing HR in MMC? 
ii.	What are the predetermined benefits of EHRMS in governing HR in MMC?
iii.	What are the challenges facing employee in using EHRMS in governing HR in MMC?

1.5 Relevance of the Research
The study provides knowledge on how do human resources is managed through the use of computer system apart from the usage of paper files method. The study leads in gaining an insight about the effectiveness of EHRM systems in service delivery and what are the challenges facing the system. The study leads to strengthen the body of knowledge about the benefit of EHRM system in public sectors. The findings from this study helps to provide some recommendations that can be useful in the organization in order to enhance effectiveness of EHRMS. The findings of the study is useful as they provides empirical literature to other researchers who will be interested in knowing the effectiveness EHRMS in governing HRM in organizations. 

1.6	Scope of the Study
The study was conducted in Musoma Municipal Council. The study covered three specific objective that are; to identify the factors that leads to effectiveness of EHRMS in governing HR in MMC, to analyse the predetermined benefits of  EHRMS  in governing HR in MMC, to identify challenges facing employees  in using EHRMS in governing HR in MMC. The study meant to assess the effectiveness of EHRM system in governing HR in Musoma Municipal Council. 

1.7 Study Limitations and Delimitations
During the course of the study the researcher faced the following problems:-
Absence of respondents in the offices, this was evidenced during the collection of the answered questionnaires as well as when the researcher was going for the interview sessions. It was during this period when the respondents were not present in their offices with the excuse of being occupied with office duties. For the sake of obtaining the answers the researcher had to be patient by repeatedly going to the offices seeking for the answered questionnaires and carry out interviews.

Poor response from the respondents, this was the other limitation as the respondent had poor response of the questions, in both questionnaires and interviews. In order to overcome this, the researcher had to opt to other method of collecting data where the researcher opted for observation and documentary review data collection methods
Lack of cooperation with the excuse of being busy with the office duties, of the respondents seemed to be very busy in a way that they were not ready to accept the questionnaires. Also in order to overcome this limitation the researcher opted alternative methods of data collection that suited the situation such as observation method.

Unawareness of respondents on the EHRMS issues, the researcher faced the problem of the respondent being not aware of the EHRMS issues thus the failure to effectively answer the questionnaires and interviews. Thus the researcher had to retrieve as much as possible from the documentary reviews and the observation as the means of collecting data.

1.8 Organization of the Study





















Effectiveness is the capability of producing a desired result. When something is deemed effective, it means it has an intended or expected outcome, or produces a deep, vivid impression. The origin of the word "effective" stems from the Latin word effectives, which means creative, productive or effective (Dictionary.com)

2.2.2 Human Resources
According to Ivanovic and Collin (2003) defined Human Resources (HR’s) as the employees which an organization has available.  Also Gupta (2006) Human Resources can be defined as the manpower available in the organization with the right and required skills to ensure the attainment of the set objectives
2.2.3 Human Resource Department (HRD)
Human Resource Department is a department that is responsible in managing the Human Resource operations such as interviewing, recruitment, staffing, payroll, leaves, and training employees in the organization and performance management (Beulen, 2009). The Human resource department is very important section in every organization. The department serves as the communication link between management of an organization and its employees. They are responsible for maintaining a satisfied workforce (Gupta, 2006). Thus, if they ever make a mistake in any of their objectives, the organization involved is going to have a bunch of disgruntled employees as its workforce. 

2.2.4 Human Resource Management
According to Gupta (2006) Human Resource Management involves all management decisions and practices that directly affect or influence the people, or human resources, work for the organization. Though it has been managed by HR managers, now it has devolved to the line managers where it is characterized by an emphasis on strategic integration, employee commitment, workforce flexibility, and quality of goods and services. In recent years HRM has become a major factor where it evaluates whether the organizations are successful or not (Wat, 2006). Moreover, HR factor can be much important than finance or technology when achieving the competitive advantage over other companies (Marchington & Wilkinson, 2008).
 
2.2.5 Electronic Human Resource Management 
Electronic Human Resource Management is a relative new term in human resource management practices. Electronic human resource management has been defined as a way of implementing HR strategies, policies and practices in organizations through conscious and different support and or with the full use of web-technology based channels (Ruel & Looise, 2004). It is, therefore, use of web technology at the intersection of human resource management and information systems (Zafar, 2009). In a broader sense e-HRM is the (planning, implementation, and application) of information systems for both networking and supporting actors in their shared performing of HR activities (Strohmeier, 2007). 

2.2.6 Basic Components of EHRMS
Boudreau (2004), stated that it is convenient to consider the following three major functional components in any HRIS


Figure 2.1: The Components of the EHRMS
Source: Bourdeau (2004)

Input Function: The input function provides the capabilities needed to enter personnel information into the EHRMS. This includes the procedures required to collect data, such details as who collects data, when and how data is processed need to be specified (Bourdeau, 2004). Simply the input function as the component of the system includes things that are required for the entry of the information into the system. In Tanzanian context they may involve things like the availability of people who are the end users who use the computers to make themselves productive, procedures which are the rules or guidelines for people to follow when using software and hardware, software which is the programs consisting of the step by the step instructions that tell the computer how to do its work, hardware which is the equipment that processes the data to create information. Also data is included in this component.

Data Maintenance Function: The data maintenance function is responsible for the actual updating of the data stored in the storage devices. As changes occur in human resource information, these should be incorporated into the system. As new data is brought into the system, it is often desirable to maintain the old data for prosperity (Pattanayak, 2006). As the Human resource information is subjected to changes then, there has to be a way to keep them updated by integrating the new changes and updates into the system. Therefore the data maintenance function as the component of the system is responsible at keeping the data updated and very current. Human resource officers (people) also may constitute this category.

Output Function: This is the most familiar one because the majority of EHRMS users are not involved with the collecting, editing/validating, and updating data, but they are concerned with the information and reports produced by the system. The system will yield certain output, which will be consumed by the end users of the system, and these are the ones that constitute the output function. These can be the ones that use the system directly, or the ones who receive output from the system on the regular basis, and those who use the system with the help of the professional, thus the sole components of this are also the people. Generally it can be seen the Electronic Human Resource Management System is comprised of the following components, the people, procedures, software, hardware and the data. All these elements are related to one another that are the function of one element is related to the other element thus constituting what is called the system.

2.7 The Function of Electronic Human Resource Management System












Figure 2.2: Functions of EHRMS
Source:  Mayfield (2003) 

According to Mayfield (2003), Strategic Integration is the first function in EHRMS leads to an improvement in organizational performance and changes the method in which organizations are managed. EHRMS facilitates strategic value generation by helping design and implement internally consistent policies and practices which ensure the human resources contribute to accomplishing business objectives and assist in decision-making regarding essential HR functions.

Human Resource Analysis is the second function whereby HR decisions are based on this function where, by using this function an organization makes a decision of whether their personnel capabilities are congruent or not. The Human Resource Analysis is considered to be an ongoing mean of collecting and identifying human resource needs. Personnel Development is the third function. In this function through EHRMS an organization can decide on the deficiency an employee has and make decisions accordingly of the most appropriate training and/ or development method to use to overcome that deficiency. Such deficiency can be determined using the individual employee performance, appraisal and career development.

Knowledge Management is the fourth function whereby EHRMS are created for knowledge management of HRM whereby EHRMS is established for the need to control the basic data on personnel, so as to enable organizations effectiveness in management of HR. Communication and Integration is the firth function. Inter-organization communication supports and coordinates different organizational activities as well as charges. It enables to communicate to all customers within and outside an organization. For example personnel attributes and skills.

Forecasting and Planning is the six function, EHRMS gives predictive feedback about organizational future personnel and skills needed. Data maintained in an EHRMS can be used as competitive information for management functions including planning, organizing, monitoring, controlling and leading. It facilitates planning through the creation of workforce supply and demand needs. Record and Compliance is the last function. This function meets the legal requirements as the qualities and skills needed for a job, specific information for retention and presents a database for the personnel information. Mayfield (2003).

2.8 The relationship between Human Resource Management (HRM) and Electronic Human Resource Management System (HRMS)
In today’s knowledge, organizational success depends tremendously on the performance of Human Resource Management (HRM). This turn in HRM practices is partially attributed to technologies enablers, such as electronic human resource management system (EHRMS) which consists of systematic procedures and functions to acquire, store, retrieve, analyze, manipulate, and disseminate relevant information concerning organizational HR. Therefore to increase the effectiveness of HRM, organizations are becoming more and more dependent on EHRMS (Troshani et al., 2011).

At the functional level, EHRMS can keep track of employees, applicants, and contingent workers qualifications, demographics, performance evaluation, professional development, payroll, recruitment, and retention (Troshani et al., 2011). With EHRMS, in the administrative efficiency level, it maintains faster information processing, improved employee communications, and greater information accuracy also lower HR costs and overall HR productivity improvements (Beadless et al., 2005). Therefore, finally the EHRMS helps in performing the HRM functions which are strategic integration, Human Resource analysis, personnel development, knowledge management, communication and integration, forecasting and planning and record and compliance (Mayfield, 2003). Therefore EHRMS tends to bring about effect in the HRM.

2.9 Objectives of E-HRM System
Electronic Human Resource Management (EHRM), is one of the newest topics in human resource management science that  has  been created aiming on optimizing  procedures  in order  to run faster  the human resources functions, reducing costs and freeing scientists from administrative constraints to implement the strategic role (Kariznoee et al., 2012). Generally there are four necessary requirements to be considered in the EHRM; first the units of human resources are asked to focus on the strategic questions; second these units need to be flexible in policy making and practical actions. And third the units of human resources should work effectively and be aware of the costs. Four, the units of human resources should be at the service of managers and workers. In short, these units must focus on the strategy, flexibility and be efficient and customer oriented simultaneously (Kaur, 2013).

2.10 Levels of EHRMS
By reviewing the relevant literature, it is inferred that in 1998, Lepak and Snell suggested three levels of E-HRM as follow;
Operational E-HRM is the  first  area,  operational  E-HRM,  concerns  the  basic  HR  activities  in  the administrative area. One could think of salary administration and personnel data administration. Relational E-HRM is the second area, relational E-HRM, concerns more advanced HRM activities. The emphasis here is not on administering, but on HR tools that support business processes such as recruiting and  the selection  of  new  personnel,  training, performance  management  and  appraisal,  and  rewards.  

For relational E-HRM there is the choice between supporting recruitment and selection through a web based application or using a paper-based approach (through advertisements, paper based application forms and letters). Transformational E-HRM, the third area, concerns HRM activities with a strategic character. Here we are talking about activities regarding organizational change processes, strategic competence management. In terms of transformational E-HRM, it is possible to create a change ready workforce through an integrated set of web based tools that enables the workforce to develop in line with the company’s strategic choices (Lepak & Snell, 1998).

2.11 Benefits of e-HRM system
The E-HRM system introduction and usage in organizations comes along with different benefits. Zafar (2009). state that; E-HRM system within an organization in the management of its human resources; Are useful in the transfer and promotion activities through observing personnel’s professionalism and competence, contributes in changing the needs of the company by assessing the current status of the company with the present human resources and the desire of the company, it is useful in Human Resource Planning and analysis by determining the places needed to be filled by human resources, skills and competence, facilitates Equal Employment Opportunity (EEO) through employing the people on regards of their attributes and qualities, facilitates Human Resource Development (HRD) through training by increasing the staffs skills and qualities so as to retain competent employees, easy provision of compensation and benefits and easy provision of health, safety and security.

2.12 Challenges of the E-HRM Systems
The E-HRM systems are facing various challenges in its operation in management of human resources. Armstrong (2006) provided a number of limitations of the E-HRM systems which are poor quality of data, lack of understanding of the system by users, inadequate coding of data producing unhelpful reports, line managers resent having to contribute or maintain information due to many forms filling, inadequate reporting capability and lack of clarity about responsibilities for generating information on how the system can be used to generate useful information

According to (Kovach & Cathcart, 1999) major obstacles regarding acquiring maximum potentials included: insufficient finances and lack of support from the top management. Further, they stated that major barriers indicate designers‟ insufficient HR knowledge processes and due to this lack of knowledge it is difficult for designers to provide proper solutions of the problems.  A survey was conducted by the Institute of Management and Administration in 2002 on the major obstacles in management of EHRMS. The obstacles that they included in the survey questionnaire included: deficient staff, insufficient budget, shortage of IT support, poor time management, and need for collaborating with other departments (Ngai & Wat, 2006). Firms  can  be  enabled  to  adapt  the new technology if  they  feel  to  have  competitive  advantage. 
Nevertheless, many organizations resist new technology implementation like EHRMS, unless benefits were perceived. One of the reasons for reluctance in adoption and implementation of EHRMS is the need of huge funds (Beckers & Bsat, 2002). Huge cost of instituting, and maintenance of an EHRMS is said to be the major barrier in EHRMS implementation (Business One Review, 2013). The infrastructure cost along with the software packages expense and the installation cost for the implementation of EHRMS are also high. 

Additionally, to capitalize on all HR possibilities, provision of personal computers to workers and Internet connection are required. It was identified that the transitional costs from traditional HR to an EHRMS is high (Brown, 2002). Additionally, costs of hardware and software together with the cost of maintenance are significant. As it is mentioned that EHRMS is functioned as inter-departmental activities related to HR and these may be matched with sectors of adopters. But compatibility is another issue in which firms cannot be able to make the implementation successful unless technology is compatible with the existing framework or infrastructure of the firm.

2.13 Theoretical Analysis
2.13.1 Theory of Planned Behaviour 
This study was guided by the Theory of Planned Behaviour. The Theory of Planned Behaviour (TPB) was developed by Icek Ajzen in 1991, so as to understand the way in which the individual’s behaviour can be changed and purposeful predicting behaviour, since behaviour can be planned (Ajzen, 1991). Ajzen (1991) advancing the same point, mentioned three considerations that guided human action, this includes; behavioral beliefs, normative beliefs and control beliefs. He further, gave definition of each item as follows. “Behavioral beliefs are beliefs concerning the likely consequences of the behaviour, while normative beliefs are beliefs regarding the normative expectation of others and lastly control beliefs which are belief about the presence of factors that may facilitate, or may impede the performance of the behavior”. 

The Communication and Malaria Initiative in Tanzania (COMMIT) was a behavior change communication program implemented between 2008 and 2012, this program intended to emphasize the community on the use of Bed nets in order to avoid malaria. Some elements of the Theory of Planned Behavior were used. Also the program outreached the community through television, radio and sports. The program increases perceptions that bed nets are the socially accepted approach for avoiding malaria, foster people's confidence in their ability to use bed nest every night and improve the fatalistic attitude that malaria is an unavoidable and constant presence in people's lives. 

Through the application of Theory of Planned Behaviour, the programs established that exposure to the activities improved the self-efficacy necessary to take action to prevent malaria. Nearly 77% of those exposed to the program put all their children under bed nets the previous night, as opposed to 34.6% of those unexposed. Exposure to the campaign significantly increased the perception that nets are effective in stopping malaria and the belief that nets are useful and easy to use.  Social norms and the belief in one's ability can be changed through Theory of Planned Behaviour. 
In the context of this study, the application of Combined, the behavioral-science approach is broadly about understanding individual and group behavioral dynamics which can lead to meaningful organizational development. The study of human behavior in the context of organizational change is an integral part of empowering organizations (​https:​/​​/​www.boundless.com​/​management​/​definition​/​organization​/​​) to grow, adapt, and learn to capture competitive advantage (​https:​/​​/​www.boundless.com​/​management​/​definition​/​competitive-advantage​/​​). The same was expected to also influence the adoption of Electronics science in effectiveness of Human resource Management. Also the behavioral intention to accomplish various functions is influenced by attitude, perceived behavioural control and subjective norm (Ajzen, 1991).

2.13. Empirical Analysis of Relevant Studies
This section reviews some selected research works related to the implementation of E-HRM and its challenges. This review is important as Tayie (2005), notes that it provides information about what was done in the related filed, how it was done and what results were generated. The review covers several studies: international and national studies. 

International Studies: The study conducted by Sacht (2007). On the Effectiveness of Electronic Human Resource Management in London energy companies. The researcher employed survey questionnaire, interview and comprehensive literature as methods of data collection. The researcher observed that technological change is a key driver for HR transformation, providing the foundation to support HR’s growing strategic focus. In particular, web and internet technologies have already given workers direct access to each other, to HR, and to business information with such ease and intelligence that every worker can contribute more directly to business results.

Also Srivasatava (2010). conducted a study on Shaping Organization with Electronic Human Resource Management in United State of America the aim was to uncover the effectiveness of using the electronic resources in human resource management in the public organization. The study employed questionnaires, interview and documentation to collect data.  The result showed that e-HRM systems can be used to enhance HR decisions; in fact, they can be used to cut costs, increase efficiency, and achieve competitive advantage in the market place. Also, the system links the performance of and individual to items such as training, education background and work history so that managers can be well equipped to make such decisions.  

Mkumbwa (2015). conducted a study on Assessment of the Implementation of the Electronic Human Resource Management System in Kenya Commercial Bank in human resource department the study revealed that electronic human resource management system is a system that supports the planning, control, co-ordination, administration and management of an organization’s human resources. E-HR also includes a large number of subsystems that address the information needs of various human resource functions. Since e-HR also facilitate vital information on matters such as payroll, taxes, health benefits, child care, grievance procedures and other personal information that affect employees’ personal and professional lives, it is imperative that these systems be highly responsive to employee needs.

National Studies: A recent study conducted by Kitalima (2014) on Effectiveness of Electronic Human Resource Management System in Tanzania Ports Authority. The study employed questionnaires, interview and documentation to collect data. Results of this study showed that electronic human resource management have an essential effect on managing and developing human resources fields of experienced exchange, providing a base for remote learning, changing the culture of the organization from being a paper based culture in all work fields, with providing a work environment based on information and telecommunication technology. 

Similarly the study conducted by Ngowi (2014) on The Flexibility of Electronic Human Resource Management in Tanzania Public Sector. Methods of data collection employed were survey questionnaire and documentary review. The result showed that electronic human resource management is flexible in response for changes happening in the system and law of work to transform from making attention on the tactical plans into facilitating and applying electronic management. Also, the results showed that one of the most important obstacles of applying electronic management is the variance degree of basic structure of information and technology in different organizations.

Results of this study showed that electronic human resource management have an essential effect on managing and developing HR fields of experienced exchange, providing a base for remote learning, changing the culture of the organization from being a paper based culture in all work fields, with providing a work environment based on information and telecommunication technology. Also the study additionally showed that electronic human resource management system is flexible in response for changes happening in the system and law of work to transform from making attention on the tactical plans into facilitating and applying electronic management. Also, the results showed that one of the most important obstacles of applying electronic management is the variance degree of basic structure of information and technology in different organizations.

2.14 Research Gap 
The theoretical and empirical literature reviewed shows that many studies have been conducted to EHRM in Tanzania and outside Tanzania both in rural and urban areas.  However, despite all these efforts, Effectiveness in Electronic Human resource management system in governing Human Resource incidence in Tanzania remains a challenge. The studies conducted focused in the area like payroll and recruitments for instance the study conducted by Chapman & Webster (2003) titled The Use of Technologies in recruiting, Screening and Selection Processes for Job Candidates. Other important variables like Technical Infrastructures, Utilization of the System, Trained personnel and Effective response have not been covered extensively and a lot remains to be desired in Tanzania. Specifically, the objective of the study was to assess the effectiveness of EHRMS in governing HR in Musoma Municipal Council. 

2.15 Conceptual Framework
Conceptual framework is a systematic conceptual structure of interrelated elements in some schematic form such as narrative statements or mathematical equation. It describes relationships between and among concepts and variables (yin, 1984). The reason for using conceptual framework; it enable the researcher to identify and concentrate on important and relevant variables and attributes, instead of getting lost in irrelevant and unimportant details. It also represents pictures of theories.  As such, it enables the researcher to group more quickly and comprehensively the sorts of relations among variables postulated  by  theories (Patton, 2002). 

In the context of this study, Technical infrastructures are considered to be those infrastructures that support the operation of the electronic human resource management system at work level in terms of how it works. This variable was measured through opinions of availability of Technical infrastructures at MMC. Opinions on Technical infrastructures were measured in five points Likert scale. Utilization of the of e-HRM system involved management opinions on how useful the system and utilized effectively. Those opinions were measured using five points Likert scale.

Trained Personnel comprising the level of trained personnel and availability of trained personnel in the user department. The approach in measuring this trained Personnel included comparing the trained staffs and those who had not trained in EHRMS also provision of ongoing training to the users. Those opinions were measured using five points Likert scale. Effective response in EHRMS refers to a quick response for carrying human resource function effectively. This involved the opinion on effective and timely response from PO-PSM the opinion were measured using five points Likert scale.

2.16 Research Variables
There are two kinds of variables which were used in this study; dependent variable and independent variables.

2.16.1 Dependent Variables
The dependent variable is sometimes called the outcome variable. A dependent variable is what you measure in the experiment and what is affected during the experiment. The dependent variable responds to the independent variable (Yin, 1984). The dependent variables Effective Electronic Human Resource Management System.

2.16.2 Independent Variable














Figure 2.3: Conceptual Framework
Source: Researcher (2016)
2.17 Discusion of  the Conceptual Framework
The assessment of the effective EHRMS used in this the conceptual framework which was based on the Researcher (2016) model;

Technical Infrastructure of the EHRM System: Technical infrastructures are those infrastructures that support the operation of the electronic human resource management system. The effectiveness of the electronic human resource management system in governing human resource management is also influenced by the technical infrastructure. These are referred as the supporting setup towards the operation of the system. The infrastructures included the electric power, Internet connections, computers facilities, as well as the means of exchanging the information within and outside the organization. All this influences the effectiveness of the electronic human resource management system. For effectiveness of EHRMS there has to be reliable electric power and, continual availability of internet for operation of the software also and well updated computers for the operation of the computerized human resource management system. 

Utilization of the System: For effectiveness of EHRM the system has to be utilized effectively. Issues like recruitment and selection, selection of training of personnel, health and safety measures are supposed to be done by the system. Also the system is supposed to be tracking solution in case of employee’s absence. The system should allow the organization to manage, track and report on various roles such as leave plan, training and development plan, sick, and leave of absence.
 
Trained Personnel: For effectiveness of EHRMS there must be adequate availability trained personnel who can operate the system. Poor operation of the system is result of inadequate personnel and shortage of well trained IT consultancy. Therefore there must be sufficient availability of trained personnel who can access effectively the Lawson portal of EHRMS. 

Effective Response: EHRMS needs quick response for carrying human resource function effectively. The problem of response from the government (PO-PSM) who endorse the submitted information from the institutions results to ineffective of EHRMS. The poor response makes managerial activities from the EHR section to be ineffectively. The government (ministry) may be an obstacle in performing EHR functions effectively because sometime the information may be sent to ministry in time but might be responded very late while some information may need quick response for actions. Therefore the effective response from the government results to the effectiveness of EHRMS in governing human resource. 

From point of view, Availability of Technical infrastructures  that supports the operation of the electronic human resource management system together with Utilization of the system, Trained Personnel who will operate the system and Effective response from the government will lead to effective Electronic human Resource management system in Governing human resource in MMC of which will leads to the benefits such as Time saving, Easy transfers & promotions, Equal Employment opportunity, Equality in human Resource Development, Easy Provision of compensation and Benefits, Provision of health, safety and security as well as Easy conducting of payroll activities.

2.18 Theoretical Framework
The study shows that, using information and communication technologies (ICTs) in human resource management (HRM) departments is becoming an increasingly important phenomenon around the globe and this is commonly referred to as E-HRMS. Automating HR tasks and practices is transforming the traditional paper-and-pencil, labor-intensive HR tasks, into efficient, fast-response activities that enable organizations to anticipate profit from environmental shifts to create a much needed competitive advantage. From the above reviewed literature it is speculated that Technical infrastructures, Utilization of the System, Trained Personnel and effective responses results to the effectiveness E-HRM system and facilitates better performance of human resource management functions in organizations. 

2.19 Chapter Summary 




The research methodology is the systematic research procedures and techniques which help to avoid self deception and unsystematic work undertaken during the research (Kothari, 2004).The chapter elaborates various steps that were adopted in this research. It included research design, Target population, study population, area of the study, sampling techniques, variable and measurement procedures, methods of data collection, data processing and analysis and lastly ethical considerations.
  
3.2 Research Design
 Selltiz (1976) define research design as the arrangement of conditions for collection and analysis of data in a manner that aims to combine relevance to the research purpose with the economy in procedure.  The objective of research design is to plan, structure and execute the selected research project in such a way that the validity of the findings are maximised (Mouton & Marais, 1996). This study employed a case study design.   

A case study design involves in-depth study and detailed description of a single or several cases that may be individuals, places, organisations or things (Gravetter & Forzano, 2009). The selection of a case study design was based on a number of considerations:  first, the quest of study to gain in-depth analysis of the study phenomenon in a specified location would be best served by case study design (Yin, 1984). Second, as suggested by Shuttleworth (2008) a case study design captures the process under study in a very detailed and exact way and it is able to fully use the potential of multiple methods. Third, budget constrain made the case study approach more appropriate for the study since the study focused to a single case. Gravetter & Forzano (2009) noted that a case study design potentially saves cost of the research and time restrictions within which the researcher must operate. The said scholar went on to note that using a case study design certainly keeps the researcher’s costs to the minimum and that data can be collected first- hand and in- depth while the researcher is attached in the organisation of the study. 

3.3 Target Population
The target population is the total group of individuals from which the sample might be drawn (Tayie, 2005). The target population for this study were 68 employees, who are working at MMC from the selected departments. 

3.4 Study Population  
According to Tayie (2005) study population is a group or class of subjects, variables, concepts or phenomena of interest for an investigation. Thus a researcher usually employs the use of a study sample; a subset of the population that is taken to be representative of the entire population (Tayie, 2005). The selection of this population based on the fact that its elements would provide vital data that would enable the assessment of the effectiveness of EHRM systems in governing HR and to be made. In this case therefore the purposive sampling technique has been used to select respondents. In order to obtain the required sample size the following formula was used (Toro formula).
                n        =      N____
                         1    + N   (e) 2
Where   n = sample size 
              N = population size, which is 68
              e = level of precision which is 0.005
Hence           = 68
                     1+68 (0.005)2
                =    68
                     1+0.68
                =   68
                     1.68
                n=40.47; therefore n=40
Total sample to be used are 40

The study population included employees from different departments selected in MMC as shown in table 3.1 

Table 3.1: Department Population
	Respondent category	Target population	Study sample	Data collection method used
HUMAN RESOURCES 	HOHRD	1	1	Interview and questionnaire
	Recruitment and Appraisal section	2	1	Interview and questionnaire
Department	EHR section	2	1	Interview  and questionnaire
	Staff and Training	2	1	Interview  and questionnaire
	Health, Safety and Labour Relations	2	1	Interview and questionnaire 
	Compensation and benefits section	2	1	Interview and questionnaire
Records Department	Records and Archives section	5	1	Interview and questionnaire
Finance Department	Bursar’s office	8	2	Interview and questionnaire




3.5 Area of Study 
This study was conducted in Musoma Municipal Council in Mara region. MMC is the one of the parastotals organization of the Government of Tanzania. Many people in Musoma are engaged in fishing Nile perch (​http:​/​​/​en.wikipedia.org​/​wiki​/​Nile_perch" \o "Nile perch​) from the lake Victoria, or own and run small businesses, or are simply employed in the public sector or private sector (both formal and informal). Those living in Musoma Rural District are also Pastoralists, and many grow cotton as a cash crop. The 2002 national census put the population of Musoma at 104,851. The 2012 Census showed a population of 134,327 (Musoma Municipal Council, 2016)

The area was selected through a non-probability purposive sampling method. The choice made based on the researcher’s experience and access to information. The place provides a huge possibility for obtaining the required data because of the presence of key people that the researcher is familiar with. Familiarity of the place to the researcher will facilitate the data collection process in terms of relatively easy access to key source (Kothari, 2004). Similarly the selection of MMC as a case study based on the following reasons; the institute has been expanding rapidly in terms of number of staff. This means that the Institute has a serious need to establish an efficient Human Resource Management System. Also the institute has been implementing e-HRM system. Therefore; MMC considered being one of the best cases of assessing the effectiveness of e-HRM and its challenges. 

3.6 Sampling Technique
The study sample included categories of respondents as shown in Table 3.1 above. The study employed purposive sampling technique to select interview sample. This sample is consistent with a suggestion in literature, for example, (Kothari, 2004) opines that interview samples tend to be small because the focus is carrying out in-depth investigation of the study problem which cannot easily be achieved with a huge sample of respondents (See Table 3.1). 

3.6.1 Purposive Sampling
Purposive sampling is an approach to sampling where by an investigator selects the people assumed to be resourceful that is selecting the respondents who are considered to be in position to provide required information or data for the study (Yin, 1984). Convenient sampling that is purposive were used to select 40 respondents, the selection of respondents based on the key people who were able to provide required information for the study as shown in table 3.1
   
3.7 Variable and Measurement Procedures
Variable and Measurement Procedures refers to the degree to which measures are free from error and for that reason generate consistent results (Thanasegaran, 2009). 

3.7.1 Independent Variable
An independent variable is the variable you have control over, what you can choose and manipulate. It is usually what you think will affect the dependent variable (Yin, 1984). Effectiveness of EHRMS is based on the capability of producing a desired result in governing human resource in MMC. The intended outcome of EHRMS in MMC is to gain competitive advantage. In this study the effectiveness of electronic human resource management system involve four dimensions namely tangibility, reliability, responsiveness and assurance. Technical infrastructure (tangibility), utilization of the system (reliability), trained personnel (assurance) and effective feedback (responsiveness).

3.7.2 Dependent Variable
In this study customer effectiveness of EHRMS was measured using 22 questions of which were in a Likert scale format. Scale ranged from 1 to 5 which includes strongly disagrees, disagree, not applicable, strongly agree and agree. The responses were summed up and a total score was obtained for each respondent, the minimum score was 20. Factor analysis was used to combine the variables in a meaningful way after computing frequencies for each question.

Table 3.2 Variable and Measurement Procedures
Variables	Concepts	Dimensions	Indicators	Scale
Technical Infrastructure	Assessing the availability of EHRMS infrastructure 	Tangibility	1. The availability sufficient electric power in MMC.    .2. MMC has enough computers for EHRMS to operate.3. The availability of internet to access the system in MMC. All this influences the effectiveness of the electronic human resource management system	Ordinal
Utilization of the system	To assess the system  if  is fully utilized	Reliability	1. HR functions are performed  by the system in MMC once leads to effective performance of  EHRM	Ordinal
Trained personnel 	The availability  of trained personnel	Assurance	1. MMC has adequate personnel to operate the system2. MMC has sufficient IT consultancy to assist EHR section. All these will leads to access effectively the EHRMS. 	Ordinal
Effective feedback	The information is responded in time	Responsiveness	1.The system provide information when needed2.The MMC gets feedbacks in time from the government (PO-PSM) and Employees are informed	Ordinal
Source: Researcher (2016)
3.7.3 Validity   
Validity is the degree to which an instrument measures what it is intended to measure and whether it measures the concept accurately (Polit & Hungler, 1999). To ensure accuracy, precision and trustworthiness of data, all data collection methods and instruments were discussed by the researcher and supervisors during the proposal stage and all comments were incorporated. The data collection instruments were piloted before the actual field study undertaken. The results from the pilot study and comments from experts helped to refine data collection instruments.
 
3.7.4 Reliability 
Reliability as the extent to which a survey instrument is considered reliable if its repeated application results in consistent scores (Miles & Huberman, 1994). In order to address reliability issue cronbach’s alpha were applied because it is considered to be a measure of scale reliability, similarly cronbach alpha was used to test items and the average that are inter-correlating among the items (Thanasegaran, 2009).
The Cronbach’s alpha usually ranges between 0 and 1 (Grayson, 2004) The closer the Cronbatch alpha coefficient is towards 1.0, the greater the internal consistensy of the items in the scale (Grayson, 2004)

Table 3.3: Reliability Analysis of the Research Items of the Researcher under Discussion
Variables	Cronbach’s alpha	Number of items
Technical infrastructures	0.984	4
Utilization of the system	0.945	4
Trained personnel	0.971	5
Effective response	0.904	6
Source: Primary Data (2017)
The table 3.3 illustrates of reliability test, by using the Cronbach’s alpha approach. According to Nunnaly (1978) and Gryson (2004) a reliability coefficient of 0.7 or higher is considered acceptable in most social science research situations. The analysis presented in Table 3.3 indicates that the reliability of coefficients of the items 1) Technical infrastructures, 2 Availability of trained staff, 3 Utilization of the system and 4. Effective responses. The average reliability coefficient of Efficiency of the System is 0.951 this indicates that the reliability is excellent at the level of the best standardized tests. Therefore the variables indicate a strong internal consistency of instrument used in data collection. However a high value for alpha does not imply the measure is uni-dimensional. If in addition to measuring the internal consistency, you wish to provide evidence that the scale in question is un-dimensional, Explanatory factor analysis is one of the methods of checking the dimensionality. Cronbach’s alpha however a coefficient of reliability of consistency is (Babbies, 2013).

3.8 Methods of Data Collection
This section describes methods used to collect data. The study employed the triangulation approach whereby primary and secondary sources of evidence used as described below. Literature, for instances Kothari (2004) no single research method is complete adequate on itself on giving valid information, hence primary and secondary data collection method have to be used. 

3.8.1 Primary Sources 
Primary data refers to data that are first hand collected by the investigator himself or herself (Krishnaswami, 2003). The sources of primary data in this study included interview, questionnaire and observation. These methods are clarified below.

3.8.1.1 Semi-Structured Interviews
The researcher ought to use semi-structured interview. Patton (2002) defines semi-structured interview as the type of interview that are conducted on the basis of a loose structure made up of open-ended questions. Rwejuna (2013) holds that semi- structured interview technique allows additional questions to be asked to explore further clarifications on emerging issues not expected at a start of the interview. 

Semi-Structured interview employed to collect qualitative data used to supplement information that were gathered through observation and documentary review.  The choice of semi-structured interview tool based on assumptions that interview allows flexibility of clarification of questions also enables additional questions to be asked leading to rich of data collection. Yin (1984) adds that interview is a method of choice when the investigator wishes to carry out an in-depth investigation on a subject of interest.  Interview employed to 10 respondents as shown in table 3.1 above. 

3.8.1.2 Questionnaire
A questionnaire is a list of written questions that can be completed by respondents (Kothari, 2004). That means a researcher sent questions in a paper form to the respondents after being answered the papers returned back to the researcher. In this study open-ended and closed questionnaire used to collect data information from the respondents. The use of questionnaire speeded up the data collection process because the researcher reached large number of respondents in a fairly short period of time. However, the use of questionnaire may be limited by low or poor responses rate. Follow ups were made to ensure all respondents returned the completed questionnaire. This method was administered to 41 respondents as shown in table 3.1 above. 

3.8.1.3 Observation
Silverman (2009) defined observation as a systematic viewing of a specific phenomenon in its proper setting for the specific purpose of gathering data for a particular study. Observation is the most obvious method of data collection, an accurate record of what people do and say in real life. The method was selected due to its advantage, it is cheap, you can do it on your own time, and it does not need complex technology (Potter & Vandana, 2006).

This method helps to experience a situation at the first hand and this may give you a better insight when you interpret data. The observer can understand the emotional reaction of the observed group, and get deeper insight of their experiences, needs less active cooperation between researcher and respondent. This method were used to observe; Availability of computers facilities and its effectiveness, Sufficiency of the internet connections, Frequency of the usage of e-HRM systems by sections, Provision of service to the external users, Staffs reaction on the e-HRM systems service IT equipments, IT experts and e-HR functions carried out in MMC.

3.8.2 Secondary Sources 
Secondary data is about the use of data collected and recorded by other people. It is a cheap source of data since the research uses the readymade data (Kothari, 2004).
3.8.2.1 Documentary Review
Documents refer to documented materials that may be in hard copies or in electronics form (Potter & Vandana, 2006). In this study a number of resources were reviewed. Documentary resources were used because enabled the researcher to access the data without the assistant of the respondents. Documentary sources has advantages of providing vast amount of information, it is cost effective and provide data that are permanent and available in form that can be seen by others (laws et al, 2003). The researcher makes sure that the data collected from the documents are those that are relevant with the study objectives. From the document the researcher got total number of IT experts, number of computers and amount of fund allocated to support e-HRM in MMC. 

Although secondary sources provide readymade data, literature for example potter (1996) counsels investigators to be cautious with the use of documents. While they may be useful sources, they may be simply being inaccurate, out dated, false or fabricated therefore misleading. To limit these potential limitations documentary review were done selectively and critically in the sense that data obtained had to be counterchecked with data from other sources such as interview and observation. The information was extracted from the planning department, HR department and it department. 

3.9 Data Processing and Analysis 
3.9.1 Data Analysis
Data analysis is defined as critical examination of the assembled and grouped data for studying the characteristics of the object under study and for determine the patterns and relationship among the variable relating to it (Krishnaswami, 2003). Data related to qualitative were analyzed by using thematic technique. Thematic technique is the most common form of analysis in qualitative research, it emphasizes, pinpointing, examining, and recording patterns or themes within data (Krishnaswami, 2003). Through this technique the researcher were able to identify the major concepts or themes, and peruse the collected data. Also, the method helped the researcher to identify if the information which are relevant to the research questions and objectives. For data related to quantitative was analysed using SPSS software. 

3.10 Ethical Considerations








4.0 PRESENTATION AND DISCUSSION OF RESEARCH FINDINGS
4.1 Chapter Overview
The chapter is organised into two parts: the first part presents the findings characteristics of the respondents of the study. The second part presents results and analysis with respect to the research objectives and attempts to answer the associated research questions set out in the introductory chapter. Characteristics of the respondents are presented first. Results are presented and analyzed according to the specific objectives which were to identify the factors that leads to effectiveness of EHRMS in governing HR in MMC, to analyse the predetermined benefits of  EHRMS  in governing HR in MMC and to identify challenges facing employees  in using EHRMS in governing HR in MMC.

4.2 Demographic Characteristics of the Respondents
This section presents the demographic characteristics of respondents involved in the study. These include: gender, age, level of education. The idea behind studying these demographic characteristics was to find out whether they had implication on the Effectiveness of Electronic Human Resource Management system. Subsequently, information pertaining to these variables would influence the findings in some ways. The findings of these variables are summarised in below.

4.3 Respondent Distribution by Gender
Questionnaire and interview data summarized in Table 4.1 below reveal that twenty one respondents (52.5%) were males, while nineteen respondents (47.5%) were females. 





Source: Questionnaire and Interview Data (2016)

Findings in table 4.1above indicate that males were the majority. This is not surprising because most of the time in developing countries women are at home for childcare and domestic activities, majority of them are not employed either in public or private sector. However one can safely argue that responses and findings derived by this study represent view of both male and female respondents because the 47.5% representation of female respondents was not trivial.

4.4 Respondents Distribution by Age
The study divided the age of the respondents into five groups, from which the respondents were asked to identify the group that he/she belonged. The groups were: between 20 to 30 years old, 31 to 40 years old, 41 to 50 years old, 51 to 60 years old and 60 and above years. Questionnaire and interview data indicate that those aged between 41 and 50 were twenty one (52.5%) while those between 20 and 30 were seven (17.5%), 31and 40 were also seven (17.5%). Moreover, three (7.5%) of the respondents were aged between 51and 60 years while two respondents (5%) were between 60 years old and above. Finding indicates a group with age between 41 and 50 were majority constituting 52.5% of the respondents. Table 4.2 below summarizes these findings








Source: Questionnaire and Interview Data (2016)

From the responses in table 4.2 it can be deduced that all respondents were adults and therefore they were capable of making independent assessment of the effectiveness of Electronic Human Resource Management system. This implies that the people aged 20 years and above are likely to be employed by public or private sector. 

4.5 Response Rate
The researcher distributed copies of questionnaire to 40 respondents where by the researcher managed to collect all fourty questionnaires from the respondents, whereby ten respondents out of fourty respondents were interviewed. The response rate was high all respondents in the sample size responded to the questionnaires and interview as shown in the table below; 

Table 4.3: Response Rate on Questionnaire and Interview 




Source: Questionnaire and interview data (2016).
The findings above indicate that 100% of respondents who were interviewed and given questionnaires responded positively. Therefore it shows that, the study gathered rich information from all respondents.

4.6 Presentation of the Findings and Analysis 
This section presents the data collected and analysis of findings obtained in the field in attempts to address the three objectives of the study as presented in chapter one. 

4.7 Factors leads to Effectiveness of EHRMS in Governing HR in MMC
Through the questionnaires, interview and observation method used to conduct the study the researcher depicted the following factors contributing to the effectiveness of EHRM system at MMC as elaborated below;

Technical Infrastructure of the EHRMS in Governing HR in mmc;
Table 4.4 availability of Computer Facilities 







The researcher intended to find out what are the technical infrastructures for the EHRMS to operate. Technical infrastructures are those infrastructures that support the operation of the electronic human resource management system. This includes computers, internet connections and electrical outlets. Through observation the researcher found that there were very few computers in Musoma Municipal Council’s departments compared to the number of workers. Furthermore the researcher observed that one computer is shared by more than one worker. 

Findings on table 4.4 above indicate that number of workers are exceeding compared to availability of computer facilities. For effective Electronic Human Resource Management system in any organization there must be sufficiently availability of computer facilities. These implied that the organization had not enough technical infrastructures for the operation of Electronic Human Resource Management system.

Also researcher observed that only two computers in human resource department were connected with internet even though internet supply was not available continuously. This implies that the organization had not sufficiently access with internet connections. Furthermore researcher observed that all offices in MMC had electrical outlets but the organization had not standby generator in case of electricity power cut off. To clarify the above claim the human resource personnel had the followings to say through interview:
“Sometimes it is very discouraging to manage human resource electronically simply because we don’t have standby generator here, when electricity power cut off the system collapse and erase all data coded that’s why we prefer using paper files rather than computer system” Adequate Power Supply

The findings also revealed that inadequate power supply in the EHR section can lead the system failure in carrying out its tasks effectively due to the frequently power cut off. The researcher observed that all activities in the EHR section are seizing when power cut off since all activities and facilities in EHR section depend on availability electric power, such as computer facilities and internet connection as both depends on power to operate the system. 

Whenever the power will cuts off, all office’s work in EHR section stops, as a result fail to accesses and operate any activities in the system, and sometime some important information in the system are erased especially when there is no alternative source of power in the organization such as solar power or standby generator. This increases the complication of using the system which seems to be contrary to the predetermined benefit of the system in simplifying management of human resources.

Working Facilities: The research findings revealed that sufficient computer facilities which are working properly and consistency of the system in terms of internet connections assists the system to influence effectiveness of EHRM. Outdated computers which are not working properly and unreliable internet service delays the MMC staff to obtain feedback and information needed in daily working activities. Computers with minimal storage capacity make difficult to code the data for all employees in MMC, therefore paper file method is used to complement the storage capacity of the computer.

Adequate Data in Government Servers: The finding has also revealed that another factor is the availability of adequate data in the PO-PSM office servers after data being submitted for approval. This reduces data hold-up in the functions of the EHR office and the whole of the HR department and reduce delays of feedback on staffs matters. Moreover on the other hand no loss of data is can be experienced due to quality of the system used and adequate internet access.
Effective Utilization of the System: The findings also showed that the issue of system utilization influences the effectiveness of the EHRMS. Response from respondents indicates that poor utilization of the system among the direct users and the indirect users on issues like recruitment and selection, selection of training of personnel, health and safety measures as is done manually. All recruitments are done by the recruitment and appraisal section in relation with the records and archives office with less assistance from the system.

Adequate IT trained Personnel: Through the study findings it was observed that insufficient availability of IT trained personnel in MMC has influence on the effective use of EHRM. IT technical knowhow has been a contributing factor on the use of the system in the organization especially in the EHR section. The adequate computer equipments operation and internet facilities as a result, the consultancy from the IT department occurs to be sufficient, the presence of up to dated computers, working properly and adequate internet connections cause access to the Lawson portal of EHRMS. This indicates that there is knowledge about the system among the staffs in MMC. Also the study observed  that only 2 personnel  out of 11 staffs attended course on EHRM (Lawson) in 2011. Since that time no any staff attended such kind of course.

Effective Response from the Government: The findings also revealed that the rate of response from the government (PO-PSM) who endorse the submitted information from the institutions is another factor for system effectiveness. The poor response makes managerial activities from the EHR section to be ineffectively. Furthermore  the respondents responded that, the government (ministry) can be  an obstacle in performing EHR functions effectively especially when the information are sent to ministry in time but  responds very late whereby some information need quick response for actions. Therefore it is very clear that adequate response from the government influences EHRM system effectiveness. 

4.8 Factors that Leads to Effectiveness of EHRMS in Governing HR in MMC
From the above, the effectiveness of the electronic human resource management system in governing human resource is also influenced by the technical infrastructure. The researcher referred these as to the supporting setup towards the operation of the system. The infrastructures included the electric power, Internet connections, computers facilities, as well as the means of exchanging the information within and outside the organization. All these influences the effectiveness of the electronic human resource management system as there has to reliable electric power and infrastructure for the transmission of this power, continual availability of internet for operation of the software also there has to be operating and well updated computers for the operation of the computerized human resource information system. 

The findings also showed that the issue of system utilization influences the effectiveness of the EHRMS. Response from respondents indicates that poor utilization of the system among the direct users and the indirect users on issues like recruitment and selection, selection of training of personnel, health and safety measures as is done manually. All recruitments are done by the recruitment and appraisal section in relation with the records and archives office with less assistance from the system.

Through the study findings it was observed that sufficient availability of IT trained personnel in MMC has influence on the effective use of EHRM. IT technical knowhow has been a contributing factor on the use of the system in the organization especially in the EHR section. The adequate computer equipments operation and internet facilities as a result, the consultancy from the IT department occurs to be sufficient, the presence of up to dated computers, working properly and adequate internet connections cause access to the Lawson portal of EHRMS. This indicates that there is knowledge about the system among the staffs in MMC.

The findings also revealed that the rate of response from the government (PO-PSM) who endorse the submitted information from the institutions is another factor for system effectiveness. The poor response makes managerial activities from the EHR section to be ineffectively. Furthermore  the respondents responded that, the government (ministry) can be  an obstacle in performing EHR functions effectively especially when the information are sent to ministry in time but  responds very late whereby some information need quick response for actions. Therefore it is very clear that adequate response from the government influences EHRM system effectiveness.

4.9 The Predetermined Benefits of EHRMS in Governing HR in MMC
The condition of the predetermined benefits of the system in relation to its actual usage was revealed not to have reached its stipulated benefits as intended by both questionnaires and interview responses. Through interview and questionnaires responses it was revealed the stipulated benefits were reached in a very minimum level More elaboration on the factors is as follows below;
4.9.1 Time saving in Working Activities
The system has proven not to be a time saving as expected from the previous relied method of paper-files. The section staffs in need of feedback from the EHR section have stipulated that the system is sometimes not a time saving method due to delays of needed information for feedback. The system has proven not to be a time saving as expected from the previous relied method of paper-files. The section staffs in need of feedback from the EHR section have stipulated that the system is sometimes not a time saving method due to delays of needed information for feedback. The needed information from the system is not provided on time in the sections needed due to slow internet connections, fluctuating signals and insufficient network coverage leading to delays of other sections works as the recruiting and appraisal sections.
 
Also presence of time delays exist mostly due to insufficient capacity of installed internet equipments which were bandwidth internet connections which caused delays of work compared to the fibre wire internet connection which is fast and carries much information. The system depends more on the TTCL bandwidth than fibre network causes the office to have unnecessary time delays since the internet connections from bandwidth causes the connections network to go on and off resulting to difficulties of the EHR section to accomplish its tasks timely.

Indeed questionnaires data confirmed the above findings whereby 65% of the respondents did not conquered that EHRMS are efficiently in time saving, while 35% of the respondents agree that EHRMS are efficiently in time saving. Therefore findings below indicate that the majority did not agree that EHRMs are efficiently in time saving as shown in Table 4.5. 





Source: Questionnaire data (2016)

4.9.2 Simplification of Easy Transfers and Promotions
Easy transfers and promotions have been reached in a small extent as intended by the installed system itself. Transfers from the MMC organization are being entered by the HR officials in the system, but after being submitted to the President’s Office Public Service Management (PO-PSM) whereby all changes made from the public institutions are put into effect, responses tend to be delayed and take a long period of time. Due to the delay of feedback, transfers delay in effect. 

As well in the part of promotions staffs receive letters of promotions from their supervisor but do not get the promotions in active effect. Hence the system does not have ability to push through promotions due to poor response from PO-PSM there are few members of approval. Questionnaire data supported the above findings whereby 85% of the respondents suggested that EHRMS are not helpful in easy promotion and transfers of employees’ while only 15% of the respondents concurred that the system are helpful promotion and transfer of employees. The finding above proves that 70% of respondents are exceeding over those who are suggesting that the system are simplifying employees’ promotion and transfers as shown in table 4.6 below. Therefore the finding above concludes that system is still a burden to the organization does not meet organizational congruence goals.





Source: Questionnaire data (2016)

4.9.3 Contribution in Equal Employment Opportunity (EEO)
The system at large has not contributed in equality in employment. The system is supposed to facilitate EEO by advertising, receiving online applications and short listing accordingly. But recruitment is at large undertaken manually without support from the EHR section rather it depends on the archives and records office which might cause inequality in employment opportunity. 

Also respondents were asked through questionnaire on the contribution of electronic human resource management system in equal employment opportunity. The research findings in table 4.7 below indicated that the system does not contribute in equal employment opportunity because in most cases recruitment in MMC is done manually through the use paper file method. 






Source: Questionnaire data (2016)
Table 4.7 shows the responses on contribution in equal employment opportunity tax on part of questionnaire responses.  The findings show that thirty one respondents (77.5%) were not satisfied with contribution of EHRMS in equal employment opportunity and nine respondents (22.5%) were satisfied. Therefore through questionnaire findings majority argued that EHRMS is not contributing to equal employment opportunity. 

4.9.4 Provision of Equality in Human Resource Development among Workers
The staffs selection to be trained did not focus on the employees deficiency in competency through observing the staffs present skills as stipulated in the system and adding to the deficit of one’s skills, rather they were taken into training through seniority, that is after serving the organisation after a given period of time. Training is provided to the staffs both academic and non-academic after serving the institution in a specified period of time according to government standing order, because there are rules and regulations that are leading to training and development policy in public sector. The system is not customized to the organization to serve training.

4.9.5 Easy Provision of Compensation and Benefits
The findings showed that the system does not assist at all in easy provision of compensation and benefits to the staffs. The system does not send the retired staff’s information as attached documents of retirement letters and payment needed to be entitled to the retired employees’. Compensation calculations are done manually by preparing a document known as Personal Enrolment (P.E), which gives the yearly budget of an organization including the staffs compensations and benefits. The compensation and benefits section calculate personnel’s compensations, and are then sent to the top management for approval then forwarded to the PO-PSM for feedback. 

Finding below shows response of respondents on questionnaire data on provision of compensation and benefits. The majority urged that provision of compensation and benefits are calculated manually, thirty (75%) of the respondents suggested that EHR section in MMC is not contributing to provision of compensation and benefits, while only ten (25%) of the respondents agreed that retirement benefits are calculated through the system. Therefore it indicates that in MMC compensation and benefits are prepared manually without the assistance of the EHR system.






Source: Questionnaire Data (2016)

4.9.6 Provision of Health, Safety and Security
Issues such as injuries and deaths encountered by the staffs are not reported online with assistance from EHR system. Such events occurred in or out of course of employment are stipulated manually by the respective section and sent to the top management and thereafter are pushed to the ministry level for actions. The system only changes an employee’s status to deceased so that PO-PSM should not undertake any activities such as paying the departed employees salary. 
4.9.7 Easy conducting of Payroll Activities
One of the major functions of the EHR system is simplicity in payroll activities. From the findings, the system has helped to keep a great record of employee’s payroll but to some extent it has brought some complications such as wrong salaries which are either increase or decrease of salary scales and absence of employee’s cheque numbers which assist in payment of salaries to personnel.

4.10 Discussion of Predetermined benefits of EHRMS in Governing HR in MMC
A study conducted by Bal et al (2012), The importance of using Electronic Human Resource Management System and a Research on Determining the success of EHRMS revealed that also the fixed benefits from the usage of the system were not reached. Issues such as quality of the system, sufficiency in information quality, ease of use and decision making function through the system was poor. The study recommended that further studies should also consider the relationship between the access of limitations to information content and function of EHRMS and user satisfaction. 

Another study under Beadles et al, (2005) who assessed The Impact of  Electronic Human Resource Management System: An Exploratory Study in the Public Sector, depicted that the directors overall were satisfied with the system but do not yet see many benefits from its usage as determined. The study showed the expectations intended were poorly met, poor personnel administration in issues as recruitment process, training process, forecasting staffing needs and decreasing paper work. Also it was poor in time saving. 
The study suggested more training on the system whereby better training would lead to better results as intended. Therefore the above studies have shown direct relation to the findings whereby in this study the pre determined benefits have not been sufficiently reached as expected by the organization. From the findings all pre determined benefits have not been sufficiently achieved as intended, the system is observed as a non-reaching beneficial tool since in most intended benefits they are either reached in a very low level or unsatisfactory which made the EHRMS advantage to be stagnant.  

4.11 Challenges facing Employees in using EHRMS in Governing HR in MMC
Through the questionnaires, interview and observation method used to conduct the study the researcher depicted the following challenges facing the EHRM system at MMC as elaborated below;

4.11.1 Poor Coding of Data
The findings depicted that coding of data was a problem in the EHRMS. Staffs personal information recorded in the system such as names, dates of birth, dates of first appointment, retirement dates, salary scales are sometimes coded inaccurately hence still a challenge to the Human Resource department  at MMC.




	Not satisfied at all	23	57.5	57.5	100.0
	Total	40	100.0	100.0	
Source:  Questionnaire Data (2016).
Table 4.9 presents the accuracy coding of data in the EHR section. It indicates that 57.5% of the respondents were not satisfied at all with the accuracy coding of data, while 32.5% of the respondents were little satisfied and 10% of the respondents were satisfied with coding of data accurately. Through questionnaire evidence the majority (90%) of the respondents were either not satisfied all or little satisfied with the coding of data as it brought setbacks in their sections managerial activities and to the other staffs it brought problems in salary acquisitions and even in recognition in the ministry level (PO-PSM)

Moreover this was clarified by Head of Human Resource Department through interview was quoted saying that;  
“…staffs information has not been clean in the system, issues like names, dates of birth, retirement date, qualifications of staffs and the salary scales are terrible confusing due to low quality of the system and lack of knowledge among HR staff to manage the system and code data accurately, but sometime this are caused by the central government as they change the software frequently without giving training to the staff who are going to work on it at lower level. It tends to give us problems in the managerial activities; this is why we need a new and current database of staff’s information within the organization…” 

4.11.2 Underutilization of the System 
The findings also showed that the issue of underutilization is the challenge in the EHRMS. Findings showed that EHRMS is not effectively utilized by the HR sections. The researcher observed some important function from the system is not being used effectively. There was poor utilization from the direct users and the indirect users since issues like recruitment and selection is done manually without assistance from the system, selection of training of personnel, health and safety measures are taken manually. All recruitments are done by the recruitment and appraisal section in relation with the records and archives office with less assistance from the system. Further clarification was quoted from the Head of Human Resource Department who commented that the system is not fully utilized for the managerial needs it only dose normal basic tasks and not intensive function as intended.
 “…the system mostly deals with staffs general information and specific confidential matters as the change of salaries scales. To small extent includes also transfers and promotions with document attachments; issues like Human Resource Planning are done through a succession planning sheet, compensation and retirements benefits , health, safety, security measures and training of personnel are all done manually by paper file method…”

4.11.3 Inadequate IT Consultancy
Through the findings it was observed that there is insufficiently availability of IT experts in MMC. IT consultancy has been a problem in the organization especially in the EHR section. The EHR section faces insufficient IT consultancy as observed by this study. Due to the poor operating of computer equipments and internet facilities as a result, the consultancy from the IT department occurs to be insufficient, the presence of outdated computers, some not working properly and fluctuating internet connections causing difficulty to access the Lawson portal of  EHRMS. This indicates that there is little knowledge about the system among the staffs in MMC.

4.11.4 Loss of Data in Government Servers
The finding has also revealed there has been a big problem of disappearing of data from the PO-PSM office servers after data being submitted for approval. This causes data hold-up in the functions of the EHR office and the whole of the HR department and causing delays of feedback on staffs matters, Moreover on the other hand the loss of data is caused by low quality of the system used and frequent fluctuating of internet access.

4.11.5 Confidentiality of the System and Lack of Confidence
The findings from the study discovered an issue of the confidentiality of the system and lack of confidence between the HR section and the top management of the organization. Through observation the researcher observed that; Few HR personnel in HR department in MMC have accesses to interact with the system, the rest were not allowed due the matter of confidentiality in the system, this resulted to poor effectiveness in EHR sections due to the overloaded of work in the HR office.  Activities in the office become doubtful which results to a question of the effectiveness of the EHR section. 

4.11.6 Poor Working Facilities
The researcher observed that computer facilities assisting the system are insufficient and are of low quality. Computers are not working properly and there is poor consistency of the system in terms of internet connections. The computers were observed to be outdated and not working properly, poor reliability of the internet service and delays of the normal staffs to obtain feedback and information needed in daily working activities. Some has minimal storage capacity that make difficult to code the data for all employees in MMC, therefore paper file method is used to complement the storage capacity of the computer.

4.11.7 Poor Response from the Government
The findings also revealed that there is a problem of response from the government (PO-PSM) who endorse the submitted information from the institutions. The poor response makes managerial activities from the EHR section to be ineffectively. Furthermore  the researcher found that the government (ministry) is an obstacle in performing EHR functions effectively because sometime the information are sent to ministry in time but are responded very late whereby some information need quick response for actions. Therefore it shows that there poor responsiveness in top level of the government. 

4.11.8 Power Breakouts 
The findings also discovered the problem of power breakouts in the EHR section, the system fails to carry out its tasks effectively due to the frequently power cut off. The researcher observed that all activities in the EHR section are seizing when power cut off since all activities and facilities in EHR section depend on availability electric power, such as computer facilities and internet connection both depends on power to operate the system. Whenever the power cuts off, all office’s work stops in EHR section, as a result fail to accesses and operate any activities in the system, and sometime some important information in the system are erased because there is no any alternative source of power in the organization such as solar power or standby generator, this increases the complication of using the system and is contrary to predetermined benefit of the system to simplify management of human resource.
 
4.11.9 Poor Reporting Capability
The issue of poor reporting capability is due to poor coding of data, like names, dates of birth, retirement ages, salary scales and cheque number’s those has been a problem in the EHRS in governing of HR effectively at MMC. The researcher observed a number of employees raising several claims to EHR section due to wrong coding of their data such as salary scales, misallocation of their salaries, others were not obtaining salaries, some were not recognized by the PO-PSM due to inaccurate coding of data in the system and others were inaccurately deducted their pension funds due to manual calculation of retirement benefits and poor coding of data. 

4.11.10 Poor Functioning and Interaction of HR Roles in Sections
Due to underutilization of the system, poor functioning and interaction of HR roles in sections through the system has made governing of HR to be challenged. HR roles are supposed to be assisted by the system. Proper recruitment of employees has been problematic, recruitment does not observe qualities from the systems job codes, HRP is done by using succession plan sheets which sometime are poorly coded, compensation and benefit claims are conducted manually without attaching claims documents in the system this causing difficulties in performing HR roles and results to poor interaction between HR sections.

 The researcher observed the system does not assist in absence of employees. The system is supposed to be tracking solution in case of employee’s absence. The system should allow the organization to manage, track and report on various roles such as leave plan, training and development plan, sick, and leave of absence. Furthermore the researcher observed that leaves are filled manually in leave forms by organisational staffs whereby manual filling can bring inaccuracy of employees information, hence result to difficult in managing of leaves, poor tracking and reporting. 
4.11.11 System Complications
The researcher observed  complications of  the  system complications due to inadequate IT consultancy; corrupting of data going into spam, poor accessibility of data due to internet problems and also inability to provide information timely to section users as the recruitment and appraisal section and to external users such as the organisational auditors.T he researcher also observed the internal auditor being delayed to acquire the information of all retired employees from the system due to poor internet connections, not only that but also the researcher observed HR official failing to access the system due to lack of IT consultancy.

4.11.12 Relying on Paper-Files Method
From the findings the researcher it was revealed that the issue of poor working facilities has affected the effectiveness of EHRS in governing HR by the reliance on paper files method even though the system was present. The researcher observed poor effectiveness of the computer facilities, since they tend to jam or freeze during working, fluctuating of internet connections which sometimes may be low and sometimes be completely out. Hence section officials function are relying on using paper files, and sometimes even the EHR section find the needed information from the paper files apart from the system. 

Through interview respondents replied that; the system is ineffective due to poor working facilities this resulting to difficulties in managing human resources, for instances transfers and promotions, delays in time saving in managerial functions within and between sections, difficulty in workflow and overloading of work, unnecessary complications in work and poor feedback to staffs when need of information from EHR section. The Organization depends more on TTCL bandwidth than fibre internet connections make unnecessary delays since TTCL is slow compared to the fibre wire, most of the time the internet tend to be low or inactive and sometime are not available at all this reduces the effectiveness of HR department and in turn result the department to rely on paper files

4.11.13 Unnecessary Delays on Feedback
Due to the poor response from the government (PO-PSM), there have been unnecessary delays on feedback and it has affected the effectiveness of HRM in the organization. The researcher observed a number of staffs claiming for feedback of their salary arrears, promotions being put into effect but salary scale not changed. These claims to great and large are caused by poor response from PO-PSM, because the information are sent in time but are responded very late.  Normally information are send to the PO-PSM for actions but are not responded timely which causes actions are to be pending for long time waiting approval.

4.11.14 Questionability of Trusteeship
Due to the confidentiality of the section high security, secrecy and confidence is needed. On the side of the EHR section, trusteeship is questionable due to the small number of officials in the office; hence it results to difficulties in performing activities in time. The researcher observed prepositions made by the sections such as increasing or correcting the mistaken salaries of staffs which must be signed by the director of HR and the top management so as to be re-typed and attaching signed documents in the system or re-correcting a staffs job title, hence since it takes long for it being corrected, effectiveness in HRM becomes a problem. Due to insecurity and confidence matters, personnel issues are delayed hence the whole management are blamed by the staffs. 

4.11.15 Freezing of Office Activities
Also the researcher observed the problem in communicating with other HR sections due to power breakouts, information like staffs retirement date of the recruitment, appraisal section and payroll information from the Finance department, data entry section from the records and archives department freeze when power breakout. Provision of feedback to the staff becomes problematic and information for approval is sometime remained pending. Due to these HR activities are not being taken timely and effectively, management of personnel tends to be challenged to large extent since the organization has not any alternative source of power in case of power cut off. 

4.12 Discussion of Challenges facing Employees in using EHRMS in Governing HR in MMC
A study conducted by Mloka (2011) on Successful of Electronic Human Resource Management, System disclosed a number of challenges which faced EHRMS users which included lack of government or management commitment and support, lack of IT consultants to advice and monitor implementation, frequent system failures caused by power breakouts, host servers an low bandwidth problem, high expenses in terms of power, training and equipment and also security challenges in terms of theft. A recommendation was given that practitioners and other end users should be trained intensively and technical support and advice on hardware and software is needed.

Another study by Obeidat (2012) on The Relationship between Electronic Human Resource Management System Function and Human Resource Management revealed the challenges as poor corporate strategy in relation to the system, poor contribution to the strategic vision of the organization, poor ability of forecasting and planning by the system, inability of communication and integration. The study recommended the system should invest in their human resources, to ensure the goals are reached as intended.

The findings in relation to the stipulated studies have shown the system is posed with challenges which in a wide variety are similar to each other. The EHRMS has brought a positive notion on the findings of the study that the system even though was installed by the management for beneficial purposes and to simplify the administration of employees, it is also burdened by various setbacks which cause the system not to reach the effectiveness needed in the management of human resources.

Another study by Davesh (2013) on Challenges of Electronic Human Resource Management System; The study revealed impacts caused by the challenges of EHRMS which were poor motivation of employees from the existence of EHRMS, negative attitude of employees regarding the EHRMS, poor satisfaction in workplace activities from the employees due to poor performance of the EHRMS and resistance to change by neglecting the adoption of the installed EHR system. The study came about with suggestions as undertaking skilful handling of the system, to identify and hire change leaders, values, mindset and capabilities of employees to be properly structured and boosted in relation to the EHRMS and to promote a positive attitude on the system and remove any sense of resistance of the system from the employees.






5.0 SUMMARY, CONCLUSIONS AND RECOMENDATIONS
5.1 Introduction
This chapter presents a summary for the study, a conclusion based on the findings presented and discussed in chapter four, recommendations and finally policy implications. The summary of the study is presented first.  

5.2 Summary
The general aim of the study was to assess the Effectiveness of Electronic Human Resource Management System in governing Human Resource in Public Sector in Musoma Municipal Council. A case study design was adopted on assessing the Effectiveness of Electronic Human Resource Management System, with the following specific objectives:

5.3 Specific Objectives
i.	To identify the factors that leads to effectiveness of EHRMS in governing HR in MMC.
ii.	To analyse the predetermined benefits of  EHRMS  in governing HR in MMC. 
iii.	To identify challenges facing employees  in using EHRMS in governing HR in MMC.

Convenient sampling which was purposive sampling was used to get 40 respondents who participated in the study. Semi-structured interviews, questionnaires, observations and documentary review methods of data collection were used to gather information, and data were analysed using  SPSS software such as descriptive statistics (Averages, percentages and statistical tables) for data related to quantitative and used thematic technique of analysing the qualitative data (related to semi structured interview and questionnaires).

5.4 Conclusion
Electronic Human Resource Management Systems is a system used to acquire, store, manipulate, analyze, retrieve, and distribute information regarding an organization’s human resource. EHRMS is not simply computer hardware and associated HR-related software; it also includes people, forms, policies and procedures, and data. The EHRMS plays a vital role in the management of human resources such as training and development, rewards, managing diversity, recruitment and selection, appraisal performance management, HR planning and knowledge management. 

Previously personnel information was documented in paper and compiled in files which were kept by the registry clerk. It becomes problematic to retrieve the information stored in paper files, updating them, counterchecking and loss while transferring the files from one department to another. Additionally, information is more likely to be destructed due to accidents like fire, water and cause decay of paper or ink be erased leading to loss of information.

The findings shows that the technical infrastructure of EHSM system in MMC such as computer, electricity power supply and network supply was not at a satisfactory level to carry out human resources functions. The researcher referred these as the supporting setup towards the operation of the system. All these influences the effectiveness of the electronic human resource management system and has to be reliable electric power and infrastructure for the transmission of this power, continual availability of internet for operation of the software also there has to be operating and well updated computers for the operation of the computerized human resource information system. 

Also researcher observed that only two computers in human resource department were connected with internet even though internet supply was not available continuously. This implies that the organization had not sufficiently access with internet connections. The research findings revealed that sufficient computer facilities which are working properly and consistency of the system in terms of internet connections assists the system to influence effectiveness of EHRM. Outdated computers which are not working properly and unreliable internet service delays the MMC staff to obtain feedback and information needed in daily working activities. Computers with minimal storage capacity make difficult to code the data for all employees in MMC, therefore paper file method is used to complement the storage capacity of the computer.

The findings also revealed that inadequate power supply in the EHR section can lead the system failure in carrying out its tasks effectively due to the frequently power cut off. The researcher observed that all activities in the EHR section are seizing when power cut off since all activities and facilities in EHR section depend on availability electric power, such as computer facilities and internet connection as both depends on power to operate the system. Whenever the power will cuts off, all office’s work in EHR section stops, as a result fail to accesses and operate any activities in the system, and sometime some important information in the system are erased especially when there is no alternative source of power in the organization such as solar power or standby generator. This increases the complication of using the system which seems to be contrary to the predetermined benefit of the system in simplifying management of human resources.

The finding has also revealed that another factor is the availability of adequate data in the PO-PSM office servers after data being submitted for approval, this reduces data hold-up in the functions of the EHR office and the whole of the HR department and reduce delays of feedback on staffs matters. Moreover on the other hand no loss of data is can be experienced due to quality of the system used and adequate internet access. The condition of the predetermined benefits of the system in relation to its actual usage was revealed not to have been reached its stipulated benefits as intended. The followings are few predetermined benefits of EHRMS such as Time saving in working activities, the data confirmed that  65% of the respondents did not conquered that EHRMS are efficiently in time saving, while 35% of the respondents agree that EHRMS are efficiently in time saving.

On simplification of easy transfers and promotions, The findings shows that 85% of the respondents suggested that EHRMS are not helpful in easy promotion and transfers of employees’ while only 15% of the respondents concurred that the system are helpful promotion and transfer of employees. On the Contribution of Equal Employment Opportunity thirty one respondents (77.5%) were not satisfied with contribution of EHRMS in equal employment opportunity and nine respondents (22.5%) were satisfied. Also on Easy provision of compensation the majority urged that provision of compensation and benefits are calculated manually, thirty (75%) of the respondents suggested that EHR section in MMC is not contributing to provision of compensation and benefits, while only ten (25%) of the respondents agreed that retirement benefits are calculated through the system etc. Through questionnaires and interview evidence it was revealed that; the stipulated benefits were reached in a very minimum level whereby through respondents replies the proportion of respondents in condemnation of the benefits of EHRMS in MMC.
 
Therefore the study findings shown indicate that; the pre determined benefits have not been sufficiently reached as expected by the organization. From the findings all pre determined benefits have not been sufficiently achieved as intended, the system is observed as a non-reaching beneficial tool since in most intended benefits they are either reached in a very low level or unsatisfactory which made the EHRMS advantage to be stagnant.  

The study depicted the following challenges facing the Employees in using EHRMS in governing HR at MMC through questionnaires and interview the challenges as replied by the respondents were the followings; Poor coding of data, Underutilization of the system, Inadequate IT consultancy, Loss of data in government servers, Insecurity and lack of confidence, Poor working facilities, Poor response from the government, power breakouts, Poor reporting capability, Poor functioning and interaction of HR roles in sections, System complications, Relying on paper-files method. The findings of this study have shown the system is posed with challenges which in a wide variety hindering the effectiveness of EHRMS in MMC. The EHRMS has brought a positive notion on the findings of the study that the system even though was installed by the management for beneficial purposes and to simplify the administration of employees, it is also burdened by various setbacks which cause the system not to reach the effectiveness needed in the management of human resources.

5.5 Recommendations
Basing on the findings of the study conducted by the researcher, the study recommends the following actions;
The government has the role of creating environments where by the effectiveness of the Electronic Human Resource Management System is enhanced. This can be done by supporting the organizations in different ways; the government should provide financial support for Suitable working facilities such as updated computers, sufficient internet connections, and stand by generators need to be present for effectiveness EHRMS in governing HRM since it will enable timely response from the government, easy promotions and transfers, easy workflow and reduction of workload which will facilitate feedback to staffs complaints in order to enhance Effective Electronic Human resources Management system in public sectors.

Provision of ongoing training to the user of the system, since computerizing the human resource information is an ongoing process so providing ongoing training to the users will make the users be updated hence fully effectiveness of the EHRM system. The organization should ensure the effective utilization of the system as designed for management of human resources. The system has to be fully and effectively utilized as made and not do a number of tasks only. Accuracy in codification of data, the codification of data is in need to be accurate so as to enable easy and effective HRM. Through accurate data coding, matters as exact payroll, correct salary and salary scales, proper cheque numbers and names will be more possible, complaints and claims will not be dominant which will enable sufficient and effectiveness in HRM.

Policy Implications: The Government should ensure that monitoring and Evaluation is done to ensure how the intended benefits EHRMS are reached also policies and regulation should be put in place. Also the government should widen the coverage of these policies and regulations and develop them to go with time since the IT policy of 2003 has not been changed, in addition the government IT’s tools requirements specification for purchasing IT related tools is outdated needs to be updated since technology is changing regularly.

5.5 Areas for Further Study
The researcher has studied the effectiveness of EHRMS in governing HRM and came about with a number of challenges and impacts of such challenges in the management of human resources through the usage of EHRMS, and has also stipulated the state of the predetermined benefits of the system. The researchers’ recommendations on the further areas to be studied so as to make the study to be of much significance and cover much detailed information for findings is in the followings.
i.	An assessment on the scope of the  Elecronic Human Resource Management System (EHRMS) in Public Sector. 
ii.	The contribution of EHRMS in performance of the organization.
iii.	An assessment on the utilization of EHRMS in relation to HRM.
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I Godfrey Shali Steven M. of Open University of Tanzania am conducting an academic research on the Implementation of Electronic Human Resources Management System in the Organization as requirement to be awarded Master of Human Resources Management. The aim of this research is to gain and contribute knowledge in managing people through the Electronic Human Resource Management System. It will take only about 15 minutes to complete the questions. I will collect from your office after two weeks.

I kindly request a little bit of your precious time so that you could answer these questions and the answers of your questions will remain confidential at all times.
Your Department…………………………………………………………………
Your title …………………………………………………………………………
Gender Male [      ]            Female [      ]

Keyword: EHRMS – Eectronic Human Resource Management System.
Put a tick (√) in the favorable answer
1.	What is your age range?
(A)	20-30  [       ]  (B)31-40 [       ]    (C) 41-50 [      ]  (D) 51-60 [       ]  (E)60+…[    ]
2.	Which method do you use to attain your information and disseminate your information with the HR’s office?
(A)	Paper files methods [      ] (B) Computer methods [     ]  (C) Face to face[    ] (D) Both A and B [     ]
3.	Do you have awareness with the EHRMS   
(A)	   Yes [    ]                    (B) No [      ]

4.	If YES, in what criterias are you aware of the system?
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
5.	How satisfied are you with the accuracy of coding of data in the EHRMS section?
(A)	Very Satisfied [      ]
(B)	Satisfied [     ]
(C)	Little satisfied [       ]
(D)	Not satisfied at all [       ]
6.	How do you undertake the following activities in your work place? Fill PF for paper-files or CS for computer systems
i)	Leave filling  [       ] 
ii)	Training [          ]
iii)	Compensation and benefits [       ]
iv)	Recruitment and selection [        ]
v)	Performance Appraisal [      ]
7.	Is the system effective in the following? {YES/ NO}
i)	Time saving [         ]
ii)	Equal Employment Opportunity [        ]
iii)	Easy transfers and promotions  [         ]
iv)	Provision of equality in training [       ]
v)	Easy provision of health, safety and security [      ] 
vi)	Easy provision of compensation and benefits [  ]

















Key for responses in the table below;
Strongly Disagree SD 
Disagree-D 
Not Applied-NA 
Agree – A 
Strongly Agree- SA 
Please tick (√) where you think appropriate 
	SD	D	N/A	A	SA
Availability of the suitable e-HRMS software & hardware					
There is effective utilization of the system in the managerial functions					
The system has good assistance from IT consultants					
The coding and updating of information is done effectively					
Effective and timely response from PO-PSM					
The system disseminates information to the staff					
Performance appraisal is undertaken through usage of the system.					
Human Resource Planning is undertaken through usage of the system.					
The recruitment and selection of employees is done through usage of the system					
The system has assisted in Equal Employment Opportunity					
 The system provides training and development of personnel. 					
The system provides health, benefits and security measures to personnel					
Promotion and transfers is done to employees through the system					
The system has reduced cost per hire					
The system has helped in saving time in work					
The system has add to the changing needs of personnel of the organization					
The system has brought about simplification of work flow and reduction of work load					
It is expensive to maintain the system					
The system has a lot of complications.					
The system is user friendly					






I Godfrey Shali Steven M. of Open University of Tanzania am conducting an academic research on the Implementation of Electronic Human Resources Management System as requirement to be awarded Master of Human Resources Management. The aim of this research is to gain and contribute knowledge in managing people through the Electronic Human Resource Management System. It will take only about 15 minutes to complete the questions. I will collect from your office after two weeks.
     1.How often does your department interact with EHRMS?
(A)	Always [    ]    (B) Often [     ]       (C) Sometimes [     ]      (D) Never [       ]
2. Does the system assist in functioning of your department?
             (A)Yes [      ]		(B) No [       ]

3.If YES, elaborate briefly how the system helps functioning of your office.
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
4.If NO, elaborate briefly the other mechanism you use in the functioning of your section apart fom EHRMS
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
5.If you rely on another mechanism, is it effective?
(A)	Yes [      ]		(B) No [       ]
6.How did you get familiar with the system?
(A)	From on-job training [      ]
(B)	From academic institutions [      ]
(C)	From other workers [      ]
7. How is the storage of information in the system?
(A)	Very good]   (B) Good [     ]   (C) Satisfactory [    ]
(B)	(C) Poor [     


Appendix 3: Interview Guiding Questions ICT Staff
1. What is your job title?
2. How long have you been working with MMC?
3. Does MMC consider effective implementation of e-HRM?
4. What are the components of e-HRM system?
5. Which indicators monitor e-HRM’s effectiveness?
6. Explain how data are managed in MMC? 
7. Do you think resources available are enough to support implementation e-HRM in MMC?
8. What are the solutions to the above mentioned problems?
9. How are the HR staffs are assisted when facing problem in accessing the system? 







Appendix 4: Interview guiding questions for HR ordinary staff
1. Your office has a telephone access?
2. Does your telephone have internet access?
3. Are there electrical outlets in your office?
4. How many computers are there in your immediate working group? 
5. Does your computer in the office supplied with internet access?
7. Do you have access to your own computer or a shared computer?
6. How do you receive and enter the e-HRM system information? 
7. How often you receive training on e-HRM system?
8. Have these training been ongoing training as time goes?
9. What are the solutions to the above mentioned challenges?
10. How does ICT department assisting you when facing technical problems?  




d)	Training and personnel development?
e)	Promotions and transfers?







Appendix 5: Interview guide questions for Head of Human Resource Department
1. Which e-HRM system software do you use in your organization? 
2. Why is it necessary to use e-HRM systems in your organization? 
2. Mention the HR activities which the e-HRM is applied in your organization.
2. What type(s) of data does your e-HRM system collect?
7. Does this system meet your current needs?
7. Does the e-HRM in your organization meet organization needs?
8. Do you have a technical support person for e-HRM system in your organization?
9. Are updates or changes made regularly to e-HRM system in your organization? 
10. Is there someone in your department who is qualified to perform e-HR function?
 11. Can you describe the e-HRM system of your organization it in terms of efficiency and effectiveness?










Appendix 6: Interview guide questions for the Head of Planning Department
1. Do you think it is important for an organization (like your organization) to have the electronic support system?
2. Does your organization allocate funds for e-HRM systems?
3. What are plans for effective implementation of e-HRM system in your organization?
4. What are your perceptions towards e-HRM system?
5. What are the challenges facing your organization to implement effective e-HRM system?













Appendix 7: Observation Kit
1.	Availability of computers facilities and its effectiveness
2.	Sufficiency of the internet connections
3.	Frequency of the usage of e-HRM systems by sections
4.	Provision of service to the external users
5.	Staffs reaction on the e-HRM systems service
6.	Number of Computers in HR office































Effective Electronic Human Resource Management System
	Time saving
	Easy transfers & promotions
	Equal Employment opportunity
	Equality in human Resource Development
	Easy Provision of compensation and Benefits
	Provision of health, safety and security
	Easy conducting of payroll activities

  Factors of EHRM
	Technical Infrastructures
	Utilization of the System
	Trained personnel
	Effective response
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